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1. Action Req uested : Ifene. IMS memrsn&m is in response to 
your request for a paper which discusses the feasibility of phasing in 
over a five-year peri ad a program requiring employees to serve at least 
one rotational assiesaent in another Directorate before being promoted 
to samgeroent positions at CS-16. 

2. BadsiroyaU Recognising that rotational assignments benefit 
both the erpS'aat® and the eEployee, the Directorates have established 
programs of their ora. Ihe extent of these programs is reflected in 
figures from the APf which sliow that in IT 78 there were approximately 
200 esployees (GS-13 and above) on rotation in positions outside of their 
am Career Service. In addition, the Agency inmjgurated in FT 1979 a 
formal inter- Td rectors t* rotational assignment program, the organization 
and maintenance of which is a current Office of Personnel ISO objective. 

In general, however, participation in these various rotational ftssipvsents 
has not been specifically linked with career advancecwnt and prorotian as 
strongly as the referent proposal would do. 

3. Staff Posi tion : Our detailed ewmdnatlon o f this proposal 
resulted in the I&ntlfl cation of a variety of argiromts in favor of 
rotational assignments but also revealed that practical, a&dsistrativ* 
obstacles would exist in the implementation of such a program. The five- 
year phase-in period has no impact on the broad problems we foresee. 

These pro's and con's ars briefly summarized below: 

Pro's 

a. Employee rotations serve an educational purpose, 
broadening the worker's understanding of the 
problems and activities of other organizational 
elements. 
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b. A crucial test of the employee's capabilities can 
be conducted by observing his or her performance 
in a a«w and different work environment. 

c. Toe best components benefit frrm the fresh 
perspectives of the newcomers. 

a. The erployee, knowing the significance of the 
rotational assignment for foture advancement, can 
assess his or her continued capacity and/or 
interest for a career at a senior aanagoaent level . 


Cart's 

The con’s are concerned with the numbers of people and positions • 
involved and the limitations lasting on both the Agency and the 
alloyed by the irtpositior of mandatory requl Torrents which ar® adminis- 
tered by managw^nt and outside the control of the ea§)loyee. 

a. To avoid charges of preselection which could be 

in conflict with EEOC guidelines, rotational assign- 
MRt| might have to be Bade available to all 
^ployees ia the supergrade feeder group (CS-13 - 
( 23 - 15 ) who desire thaa. 

b. Hie xasnber ©f rotational assignments which could be 
identified and which would provide the required 
developmental exposure would probably be exceeded 
mny times over by the size of the pool of candidates 
in the program. This imbalance could well delay the 
p roa o tlon to GS-16 of many otherwise qualified 
employees while they waited for an assignment to a 
rotational position. In the worst cases, certain 
employees sight never receive a rotational assignment 
in the competition for these scarce positions. 

c. It should be noted here that the forecast of tte 
success rate to stpergrade level per grade ten years 
after promotion to (35-13, 14, and 15 is 5i, 101, and 
201 respectively. Ibis ratio makes a mandatory 
requirement, if it could be acccsssaodated* a rotation 
fbr rotation’s sake p rogr am rather than one desify^ed 
with a first focus on the utilisation of experience. 

4. Discussion: The matter of ftccnssaodating the large ntsibor of ^ 
aB»loye®s~Yn fchelSotter group to the probable limited washer of Meaningful 
rotational assignments, within a reasonable time frame of suitable grm* 
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md position, poses serious practical problems , Since it is possible 
fhat seme who possess the supergr&le wanaganent potential, but are 
identified late in the development process, would find it difficult to 
obtain the qualifying experience for promotion, the Agency would deprive 
itself of the choice of selection by instituting, a mandatory raquiresacs-it 
of this nature. 

As additional factor for consideration before making a decemdna- 
tion is that the Task Force will he looking at the recoacaendation for 
the identification of positions and personnel in three career trades - - 
executive/mnagerial , executiw/professional , and esecutive/pir>grars. The 
results of the review any identify- clear career trades xddeh employees 
would or could elect to follow at a mid-career level of (55-13 or GR-14. 
Where a rotational experience is desired for the particular track, tho 
pool of candidates wml ! be defined by employee option and nanageraont's 
selection criteria which would be based on the employee’s proven record. 

It is probable the feeder groif? for the track would be of a size witich 
could be provided with the required developrental assignments . It is 
also feasible that given a more defined position roster and a more limited 
gimp of employees, the rotational assignment can be programmed after the 
promotion with equally successful results. 

5 • ftwa oeawndat lpna : 

a. Because of the ceiqjlexity of tlie proposal and the potential 
for creating mandatory limits on choices available to both management 
and ©pq>loyces in the area of executive development, it is receroerkted 
the requirement not be iwoodatory, but that rotation be encourage.!, 

b. Because tho group developing the proposal for the establish- 
ment of a senior exace tiw service is also addressing the issue of an 
executive development program for SES laoribers, it is recommended that 
the proposal, as modified by tho discussion points herein, be included 
as part of their overall study. 
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